ABSTRACT
objectives may guide employees to achieve their objectives. In a training management, goal setting is usually converted as assignment. Training assignment had been shown to have a positive influence in training transfer in studies conducted by Baldwin (1991) in an engineering sector, Tsai and Tai (2003) in a banking sector of Taiwan, and Trowler and Bamber (2005) in an education sector. While studies conducted by Burke and Hutchins (2007) , Gilpin-Jackson and Bushe (2007) , Velada, Caetano, Michel, Lyons, & Kavanagh (2007) , and Chiaburu and Lindsay (2008) all concluded that participants who believed that their training assignment is useful and will accomplish their work goals are more likely to apply their skills and acquired knowledge in their current workplace. In general, participants who voluntarily select their training assignment thinking that it will be beneficial are more likely to participate in training transfer. Considering the benefits, organizations would need to design wisely their training programs to include the employees' goals in order to promote training transfer within their respective organizations. Another research conducted by Azman, Ghazali, Muhammad Zulfadhlizam, and Zain Yusof (2013) in Malaysia showed that both voluntary and mandatory training assignments are related to employees' perceived value in training transfer. Hence, the third hypothesis is proposed as follows:
H3: Training assignment is positively associated with training transfer
To recapitulate, the training management and training transfer literature had been used as a foundation to come up with a conceptual framework for the present research as illustrated in 
METHODOLOGY
The following subsections explain about the research design used in the study.
Research Design
This research used a cross-sectional design as it delivers flexibility to the researchers in incorporating the training management literature, semi-structured interview and a questionnaire survey as a data collection procedure for the present research. According to Creswell (1998) and Sekaran and Bougie (2010) , the use of this procedure helps gather accurate data, reduce data biasness while enhancing the quality of data being gathered. The present research is administered at a military health corps in Malaysia. The name of the organization is not disclosed for privacy reasons. At the initial stage of data collection, a survey questionnaire was drafted based on the literature review. It was followed by a semi-structured interview as an additional data collection procedure that is useful to validate the research constructs and explain further the results of questionnaire survey method. This interview method involved 11 administrators and medical doctors who had served in different divisions within the organization. Information gathered from this interview method was used to grasp Next, the interview results have been used to enhance the format and content of final version of the survey questionnaire. The last step was performing a back-translation technique to translate the survey questionnaires from English into Malay languages in order to enhance the reliability and validity of research results (Creswell, 1998; Sekaran & Bougie, 2010) .
Measures
There are two major sections in the survey questionnaire used in this research: first, training management consisted of three major constructs, namely communication which had 5 items, support which had 3 items, and assignment which had 3 items that were adapted from the workplace training literature (Machin & Fogarty, 2004; Lancaster et al., 2013; Na-nan et al., 2017) . However, training transfer was assessed using 5 items adapted from the training transfer literature (Al-Swidi & Al Yahya, 2017; Hua et al., 2011; Azman & Nurul, 2010) . The survey questionnaire used 7-item Likert scales for all the items which ranged from strongly disagree or dissatisfied (1) to strongly agree or satisfied (7). For this research, the demographic characteristics were treated as controlling variables as this study focused on employee attitudes.
Sample
The researchers used a purposive sampling method to distribute 300 survey questionnaires to employees at the examined organization. The category of employees who had received and answered the survey questionnaires were administrators, medical doctors, nurses and supporting staff who serve in different divisions within the organization. A purposive sampling technique was chosen because a complete list and detailed information about employees were not given to the researchers due to confidentiality reasons. In this situation the researchers do not have a sampling frame as an important mean to randomly choose participants. So, this constraint is adequate for the researchers to collect data using the sampling technique in the highly structured and formal organizational entity. Out of the survey questionnaire distributed, only 123 (41%) usable survey questionnaires were gathered by the researchers. Besides being voluntary participation, the participants' identities were kept confidential and anonymous at all times. Sample sufficiency is assessed based on the rule of thumb that states "the sample size should be equal to larger of 10 times the largest number of structural paths directed at a particular construct in the structural model" (Hair, Hult, Ringle, & Sarstedt, 2017) and "the measurement models have an acceptable quality of terms of outer loading (i.e., loadings should be above the common threshold of 0.70)" (Hair et al., 2017) . In this study, training transfer had
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According to this rule, the sample size taken must be at least 50 participants. When compared with the 10 times rule, the number of samples used in this study was adequate. Thus, the sample size used in this research can be used for further analysis.
Analysis of Data
The data collected from the survey questionnaire is analysed using the SmartPLS 3.0 as it is able to deliver latent variable scores, handle small sample size issues and measure complex models (Henseler, Ringle, & Sinkovics, 2009; Hair et al., 2017) . Data analysis for the research uses this guideline: firstly, confirmatory factor analysis is utilized to measure the reliability and validity of the research instrument. a Smart PLS path model analysis is used to test the three hypotheses of the present study. The results of this test will clearly show whether significant relationships exist between the independent variables and the dependent variable. Here, whether the t statistic value is bigger than 1.65 (Henseler et al., 2009) . While, the R2 value is Lastly, if the Q2 value for a dependent variable is greater than zero, it shows that the model has predictive relevance (Hair et al., 2017) .
RESULTS
The results were discussed based on the analysis conducted. with other constructs in off diagonal, disclosing that all constructs fulfilled the acceptable standard of discriminant validity (Henseler et al., 2009; Yang, 2009 for the constructs range from 5.7019 to 6.0472, indicating that the majority of the participants perceived that the levels of COMN, SUPT, ASIGN, and TTRF range from high (4) to highest level (7). Meanwhile, the variance inflation factor values for the relationship between the independent variables (i.e. COMN, SUPT and ASIGN) and the dependent variable (i.e. TTRF)
Demographic Variables

Constructs' Analysis
were less than 5.0, indicating that the data are not adversely affected by any serious collinearity issues (Hair et al., 2017). Table 6 shows that the presence of communication, support and assignment had contributed to
Results of Testing Hypotheses H1, H2 and H3
